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CHAPTER I 
THE PROBLEM AND l\IETHOD 
Stateme~t of p roblem.--The purpose of this s t udy is to 
provide an objective check list to evaluate the means b y which 
tea chers are selected by public school administrators. Due 
to the manv d if'ferences between school s v stems throughout the v .... .._ 
Uni t ed Sta tes, no single set of rules can be set up that will 
answer the problem of te a cher selection in all areas of the 
country. 
Consideration has been taken of the local, stm~ e , and 
national conditions which might have affect upon the methods 
used in teacher selection. Such national emergencies as 
widespread financial depressions and war years have, without 
doubt, influenced various arti c les and texts used in the 
preparat ion of this study. Becaus e of this there has been 
an attempt to include not only recent literature but wr i ·tings 
published during t h e p ast thiry years on the sub ject of 
teacher selection. 
Proper selection of teach ers is one of the gre atest 
tasks of school administrators. 
-1-
»To paraphrase a dictum of Locke's, the school that 
has good teachers needs little else, and the . school 
that is without good teachers will be little better for 
anything else."ij 
The type of teachers chosen by a school system is 
the leading factor in g iving students the best op~ortunity to 
improve themselves and to best contribute to society. 
The l'Y1ethod 
2 
Selection of material for this st~dy.--The second chapter 
of t hi s study contains summaries of periodical articles and 
books dealing with the selection of teachers. Also Lncluded 
are summaries of bulletins and monographs published by_leading 
educ ational associations and the United States Office of 
Education. 
The following were checked for studies conducted in 
connection with teacher personnel: Rese§rch Bulletins of the 
National Education Association, Education ~ndex, Bibliography 
of R~~~~rc~ Studies ip. Education, and Reviews_ of ~du_c_!.l_tional 
Res~~rch by the American Educational Research Association. 
The indexes of educ ational periodicalswere consul ted. These 
included: Journal of Experimental Education, Nat i on 's Schools, 
American School Board Journal, Schools and Society, Ohio State 
University Studies, and Phi Delta Kappan. 
ijB. R. Buckingham, nThe Supply and Demand in Teacher Training , .n 
p. 3, The Ohio State University Studies, Volume II, Number 15, 
1926. 
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Yearbooks of certain educational organizations were 
examined, amongthem were; The American Association of School 
Administrators, and the National Association of Secondary-
School Pr i ncipals. 
Le tters were sent to several educational organizations 
regard ing publication of materia l related to teacher 
selection. The National Education Assoc i ation md the 
United States Office of Education provided bibliographies 
and bulletins which proved helpful. 
A careful study was made of texts written on the g eneral 
sub ~ ect of school administration by leading authorities in 
this field of work . Many of these books p rovided factual 
information as well as a number of bibliographical leads 
which were direct l y related to personnel selection. 
Unrelated articles were weeded out and an attempt was 
made to select articles that placed major emphasis upon the 
factors directly related to the prob lem of teacher selection. 
Particular consider~tion wa s given to those writings that 
inc luded specific suggestions or criteria illustra ting 
advantageous practices . 
Bibl.J.ography selection.--The bibliog raphy is a selected 
one presenting only the material actually used. This material 
is divided into two sections; one includes books and bulletins 
whi l e the other lists periodic a ls. 
CHAPTER II 
SU1VIHARIES OF PERTINENT MATEniAL, 
More than 75 articles and texts relating to school 
adminstration were studied in the preparation of this report~ 
A larg e number of these were eliminated since they did not 
contribute to the problem of teacher selection. 
Thi s chapter presents the summaries of" 23 articles and 
texts selected because they seemed most valuable for the 
purposes of this study. 
Books and Bulletins 
y 
Selection and Appointment of Teachers.--Although this 
monograph is now over 20 years old it is one of the most 
significant contributions to the literature on teacher 
selection. It is outstanding bec ause of the thorough methods 
of i nvesti gation used in the survey. 
The data presented in this rep ort were secured from 
replies g iven by seven different classifications of systems 
and schoo~which were divided int o four g eographical 
yw. s. Deffenbaugh and William H. Zei gel, Jr., Selection 
and Appointment of Teachers, Bulletin, 1932, Number 17, 
National Surve y- of Secondary Education, Monograph Number 12, 
United States Office of Education, Washing ton, D. C. 
-4-
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regions. 
Information on selecting and appointing new teachers y 
was d ivided into six sections. They covered: 
"(1) determination of the number of new teachers 
needed for the following school year, (2) determination 
of the qualifications desired of new teachers, (3) 
location of desirable prospective candidates, (4) 
collection of information concerning prospective 
teachers, (5) actual selection and appointment of 
teachers, and (6) the retention of teachers of high 
quality." 
Although "the retention of te achers of high quality" 
was segregated to sixth place in the above list it was g iven 
great emphasis by the authors. If this matter was given 
proper handling by administrators much of their selection 
work would be tmnecessary. 
This monograph is especially worthwhile because of its 
excellent coverag e of the following factors associated with 
teacher selection: 
1. The importance of wise teacher selection. 
2. School board rules governing the type of new 
teacher desired .. 
3. The methods of locating new teachers. 
4. The methods of collecting information concerning 
applicants. 
5. The methods and procedures in appointing new 
teachers. 
6. The methods of retaining teachers of high quality. 
!/Deffenbaugh and Zeigel, op. cit., p. 3. 
6 
y 
Selection, Retention, and Promotion of Teachers.--The 
duties of selecting, retaining , and promoting teachers take 
a large amount of the p rincipal's time. The authors state 
that in 78 per cent of the sch ools replying to a questionnaire, 
the principal played a si g]l ificant part in teacher selection.'§ 
Turnover of staff members governs the demand for the 
principal's time . In 1930-1931, almost 40 per cent of all 
rural teachers were serving their first year in their present 
posit ion. Only five per cent of the teachers in cities of 
~ 100,000 population or over were of a similar status. In the 
large r cities much of the teacher selection work is handled 
by a committee or an assistant superintendent. 
Discussing ways by which new teachers are loc a ted, the 
book states t hat the most popular method used in the large 
cities was the followin g up of appl ications received dlrectly 
from interested individuals. Placement bureaus of institutions 
of hi gher education were used more frequently by the smaller 
school systems. Nevertheless, more than one half of all the 
new teachers hired in 1930-1931 were first introduced by the 
indiv idua l's written or p ersonal application. 
Best single test of teaching fitness, rec o~~ended by 
ijPaul B. Jacobson and Wi lliam C. Reavis, ttselecti_~rl:" 
Retention, and Promotion of Teachers," Dutie s o £ ,School 
Principals, Prentice Hall, Inc., New York, Pag es 472-504, 
1941 • 
.§/Deffenbaugh and Zeigel, op. cit . 'p. 94. 
3/ Op. cit. p. 97. 
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the tex t, was observation of the applicant in an actual 
classroom situation. Written and oral examinations were 
mentioned as being the next best forecaster of a teacher's 
abilities. 
This chapter does not cover all factors to be considered 
in teacher selection . but is worthwhile due to the emphasis 
it places on this work. The writers use skill in substantiating 
their discussion with well verified facts. 
Important points include: 
1. The disclosure that teacher selection is one of the 
most important duties of the school administrator. 
2. Most frequent method of introduction, employed by 
successful applicants, is by prospect's personal 
application. 
3. Institutions of higher learning supply the next 
largest number of new teachers in public schools • 
.v 
Teachers and Teaching.--The entire text is devoted to . a 
collection of replies sent to the author, a professor of 
education at the Unive r sity of Californla, by hi gh school 
seniors. 
Questionnaires were sent to schools in 66 areas located 
in all parts of the United States. There were five questions. 
Four rela ted to the type of person best liked by these 
.b7Frank W. Hart, Teachers and Teaching, The Macmillan Co., 
New York~ 1934. 
I 
' 
/ 
I 
8 
students and the teacher they thought best qualified for the 
teaching profession. The fifth question r e lated to the man 
or woman least suited to teaching. To avoid embarrassment, 
names of teachers and students were not included in the 
replies. 
This book should not only prove interesting and 
enlightening to teachers but will give superintendents and 
principals a better insight as to the likes and dislikes of 
typical hig h school students. Such information would be 
helpful in the selection of new teachers. 
A tally o f the students ' answers in the last chapter of 
this work is the most informa tive section. It not only showed 
the number of different reasons for liking or disliking 
teachers but g ave a list of rep lies which tell why the 
students consider certain te a chers more effective than the 
teachers the~ liked best for personality reasons. 
Finding s in Mr. Hart's survey: 
1. Eighty per cent of the seniors reported t h at the 
teacher they liked best was also the most effective \ 
2. ::.::: :::c:::: :::::::tau:.::·p:::::~·teacher was \ 
\ 
\ 
\ 
\ 
most effective ("we learned more") even though he 
was more strict and exacting in standards of work. 
3. Other characteristics desired by students: 
"\ 
pleasant \ 
., 
'! , 
•I /~· persona lity, knowled g e of subject and how to 
.. / 
""" \ 
9 \ \ 
' ttput it over", better plam1ing, make work interesting , 
interest in pupils, g ive extra help, and friendly. 
4. F'eatures found undesirable: cross or crabby disposition 
(1708 seniors made this their top complaint when dis-
cussing their least- liked teachers ) , aloof, too strict, 
unfair in marking, inconsiderate of pupils 1 feelin gs, 
not interested in pupils and does not understand 
them, u_n.reasonable assignments and homework, and no 
control over class - does not command respect. 
y 
School Boards in Action.--This text devotes a chapter 
to the selection and appointment of new teachers. It should 
be of help to school board members in setting qualification 
standards essential to the appointment of the best teachers 
possible. 
Many of the mechanics empl oyed by the recommending · 
superintendents or principals are not mentioned. This is 
probgbly because the authors had in mind the part the board 
plays in locating new teachers. The chapter recommends that 
the boar d members leave the research and other investig ation 
work up to properly qualified superintendents. 
To avoid harmful politics the commission recommends: 
1/American Association of School Administrators, National 
Education Association, School Boards in Action, Twenty-F'ourth 
Yearbo ok, 1946, Washington , D. C. 
I 
J' 
/ 
I 
\ 
! 
{ 
I ; 
"School boards and administrators should put the 
welfare of the pupils above all other considerations 
and make every possible effort to advance that 
we lfare." y 
"The offer of employment, in every case, should 
depend on evidence of the ability to render capable 
service, never on personal favoritism or a~quiescence 
to the press·u.re of any individual group." y 
Significant recommendations: 
10 
Setting up and adhering to standards governing; (1) the 
exact amotmt of education necessary, (2) health and emotional 
stability, (3) experience required, (4} residence (depends 
upon size of city), (5) discriminations, such as whether or 
n?t to hire married women, (6) establishment of elig ibility 
lists, (7) probationary appointment, (8 ) the importance of 
creating conditions in schools such that desirable teachers 
will not be enticed from their present positions by more 
attractive offers from other school systems. 
y' 
The Teacher and School Organization.--In this text the 
author devoted a chapter to a discussion of teacher selection. 
Special emphasis was placed upon several matters which a 
number of wri ters seem to have overlooked. 
One of these is the practice of trying to fill vacancies 
!/ School Boards in Action, op. cit. p. 100. 
g( School Board s in Action, op. cit. p. 109. 
13/Leo M. Chamberlain, The Teacher and School Org anization, 
Prentice-Hall, Inc., New York, 1936, Pages 142-186. 
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with experienced teachers only. This policy has proved harmful 
since ill-equipped or poorly supervised schools do not add to 
a teacher 's skill. 
Mr . Chamberlain suggests great improvement is needed in 
salary schedules of schools that have been continuously outbid 
by wealthier areas. The systems p aying hi gher salaries ai-:>e 
able to entice the best teaching prospects. Although this 
pract ice aids some areas in getting better teachers, it has 
been a major factor in ke e~ing standards of poorer communities 
at a low level. 
Cn the question of hiring married women as teachers, the 
a1,1thor found a trend against this practi ·ce . Using figures 
gathered from 1 1 473 city school sys tems in all par ts of the 
country he mentioned that over 77 per cent of these systems 
hired no married women for the 1930-1931 school year. In 
6 2 per cent of these schools sing le women teachers who mar ry 
while in service are required to resign at once or at the 
end of the current school year. 
The writer presented some interesting comment s concerning 
the hiring of te a chers without first observing them in actual 
classroom situations. Of those h ired by correspondence a lone 
(these .figures were compiled by the National Education 
Association over a nine yee.r period) more than 75 per cent 
were not recommended for reappointment. Slightly more than 
24 per cent of those chosen after an interview were not 
12 
re-elected. No teachers that had been observed whi le teaching 
at a previous position failed to be reappointed because of 
unsatisfactory teaching or lack of discipline in their handl ing 
of students. 
It is interesting to note the author's feeling s in regard 
to a possible over-emphasis upon the practice of hiring only 
those teachers who have had previous experience. This is a 
factor that many othexr writers seem to ignore. In g eneral, 
the materia l on teacher selection in "The Teacher and School 
0r0 anizati on . 11 while not covering all phases of the work, is 
quite informative and wel l verified by reliable figures. 
Significant recommendations: 
1. Possible over emphasis upon the policy of preference 
for experienced. teacher s (ill-equipped or poorly 
supervised schoc1s do not add to a teacher's skill ). 
2. Trend away from hiring married women teachers. 
3. Figures showing distinct advantages when practice 
of observing po tential teachers in actual classroom 
situations is used. 
.v 
The Selection and Appointment of Teachers.--In this 
bulletin the National Education Association presents some 
very important figures cove ring experience and educational 
ijNational Education Association, Administrative Practices 
Affec t in g Teachers, 11 Part I : The Selection and Appointment 
of Teache rs," Volume X, Number 1, January 1932. 
qualifi cations demanded of new teache rs . 
A survey was taken in 1931 of 3,333 school s y stems. 
Almost 50 per cent of these systems returned completed 
ques tionnaires of help to the research ers. The l argest 
population areas (those o ver 100,000 a ccording to the 19 30 
census) gave the best cooperation with 91.4 per cent of 
13 
those que s tioned making replies. Only 27.2 per cent of the 
2,50 0-5,000 population group he lped out in the s u rvey, Perhaps 
this t ype of cooperation is a factor in the poor standing of 
schools in some small cities, 
Included in the text were figures showing the more 
popular procedures used in teacher selection. The fi gures 
showed that personal applications were used more often then 
other mediums of introduction. The next most used method 
was tha t of collecting information. and opin ions from pers ons 
g iven as references. Iri third place was the practice of 
searching for new teachers in teacher training institutions. 
On the question of giving preference to local residents, 
a majority (57 . 7 per cent) of those filling out questionnaires 
were in favor of granting such aid if the applicant's other 
qualifications were satifactory. Cities in the 2,500 to 
10,000 population groups made up a large part of those giving 
such preference. 
In reg ard to demanding previous teaching exp erience of 
candidates, the fi gures taken from the survey were again 
14 
enli ghtening . Almost one half' of' all elementary, junior high, 
and senior high schools accepted applicants for positions 
without requiring previous classroom te aching experience . 
This l a st seems to be contrary to the recommendations of a 
number of writers who stress the importance of experience. 
Despite the fact that this bul letin was published in 
1932 many of its findings have significance and it should 
p rove helpful to school administrators faced with teacher 
selection work. 
Significant: 
1. Recomrnendation t hat; 
"School administration is not en end in itself, 
but rather a means of providing a wholes ome environment 
and eff ective instruction for children. 11 y 
2. The wise administrator recognizes that a major factor 
contributing to the success of his school is "the 
charact~r and status of its classroom te achers." &' 
3a Aim of school should be to provide a situation which 
· "will be of maximum value to the pupils and society y 
in general." 
4. Figures relating to (1) previous experience demanded 
of applicants, (2) training beyond high school 
needed f or teaching positions, (3) number of schools 
1J,l'selection and Ap::;: ointment of Teachers, 11 op. cit. p. 2. 
g(Ibid., p. 3. 
_w'Ibid., p. s. 
(approxi mately one third of those reporting) that 
will hire married women as new teachers, and {4) 
most popular methods used in locating prospective 
teachers. 
15 
.v 
Teacher Personnel Procedures: Selection and Appointment,.--
This report is the fourth genere.l sunnnary prepared by the 
National Education Association on selection and appointment 
of teachers. The material for this bulletin was g8 thered 
during the school year 1940-1941. It must be remembered 
that conditions exis tl~g a t that time were influenced by 
the uncertain stat e of the world ,j u st prior to World War II. 
Therefore certain practices in the securing of new teachers 
and the retaining of those already in servic·e were possibly 
different from those found durin g peace time. 
Unfortunately the National Education Association has had 
no similar report since this 1940-1941 survey but there are 
plans underway to present another bulletin on te acher selection 
and appointment practices in 1952. 
The report attempts to answer the basic question, "What 
policies and practices will best procure and retain teachers 
of splendid ability, foster their self-respect and initiative, 
and stimulate them to improve continuou sly the qD~ality of 
National Education Association, Teacher Personnel Procedures; 
Selection and Appointment, Research Bulletin, VoluMe XX, 
Number 2, March 1942. 
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of their service?" 
The writers emphasize that, although they devote 
considerable attention to current practice in the field of 
teacher personnel, it does not necessarily follow that the 
practices mentioned are desirable. 
"The needs of the community, the history o.,. the 
local school system, and the education and philosophy 
of the existing personnel provide the best guides for ~ 
deciding on the wisdom of adopting the newer practices~ 
Accor dingly, administrators should carefully study the local 
situation before introducing changes in current policies. 
Copies of the questionnai r e used in this survey were 
sent to 3,615 city school systems with populations ranging 
between 2 1 500 to those having over 100,000 residents. Useful 
replies totaled 1,801 or 49 .8 per cent. 
In general, the bulletin is very well prepared and 
presents definite figures that should prove helpful to all 
school administrators faced with the pr9blem of locating and 
retaining the best te achers. 
These selected finding s of the survey should be helpful: 
1. In about 83 per cent of all schools the superintendent 
nominates individual teachers for specific positions 
and the school board appoints. 
2. In 100 per cent of the high schools, a minimum of 
four years prepa.ration (beyond hi gh school) was 
1/Teacher Personnel Procedures: Selection and Appointment, 
op. cit. p. 53. 
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required. 
3. Only 13 per cent of all systems appointed married 
women without restriction. 
4. Some 30 per cent of the schools gave equal consider-
ation to local residents a nd outsiders in reg ard to 
local teaching positions. 
5. Forty p e r cent of the systems gave new teachers a 
probationary ap pointment that would lead to a 
permanent tenure if services were satisfactory. 
6. Some 88 per cent of t he systems replying secured 
names · o f applicants from placement bureaus of 
teachers colleges, arts colleges, and universities. 
Eighty-six per cent of the schools utilized 
app lications sent in voluntarily by candidates. 
Only 46 per cent of those reporting secured 
applicants through commercial teachers' a gencies. 
Other Inethods were employed but only by small 
percentag es of t he schools. 
1J 
Selection and Tenure of Teachers.--Mr. Reeder not only 
emphasizes the need fo~ excellent teachers but summar izes 
many factors used in t h eir selection. 
The author believes that properly train ed superintendents 
should handle the selection of te nchers while boards of 
yward G. Reeder The Fundamentals of Public School 
Administration, fts election and Tenure of Teachers," The 
Macmillan Company, New York, 1941, Pp. 115-151. 
education appoint successful candidates only after the 
superintendent has nominated them. 
18 
Also essential to proper te acher selection., according to 
the writer, is the setting up of definite standards and 
requirements for the posit ion t o be "filled before soliciting 
applications from prospective candidates* 
A large part of the chapter is devoted to such matt ers 
as; types of application blanks, rating scales, teachers' 
contracts, and methods of giving help to newly appointed 
te2.cher s. 
The chapter, though short and therefo r e unable to 
compl e tely cover the question of tes c.her selection, has 
information for admi nistrators and prospective teachers 
alike. 
Significant recommendations: 
l. Proper selection eliminates need for dismissing 
incompetent teachers. 
2. Superintendents of schools should nominate, boards 
of educ ation should appoint new t eachers. 
3. Superintendents should solicit applications from 
worthy teachers and not limi t their considerations 
to teachers who make applic ot ion of own accord. 
4. Ass l stance necess ary for newl:y appointed teachers to 
acquaint them with their new position. 
5. Definite requirements and st andards of the position 
19 
to be filled should be set up before applications 
are solicited from prospective teachers. 
y 
Selection of Teachers in Large City School Systems.--
The author ha s endeavored to recommend procedures in teacher 
select ion which will more adequately and efficiently serve 
the best interests of public education. To do this, 
Mr. Coulbourn surveyed the 37 largest cities in the United 
States (all having a popu l a tion of over 250,000) and 
evaluated the practices used b y these cities. Total popula tion, 
accord ing to the 1930 census, served by these cities wa s 
28 ,784,770 or mor e than 23 per c ent of the total inhabitants 
of the Continental United States. 
Mr. Coulbourn collected data from; (1) literature in the 
field of sch ool administration and teacher selection, (2) 
printed ma te r ial from 37 c itie s studied, (3) corres pondence 
wi th administra tors responsible for the selection of teachers, 
(4) personal interviews with such officers in ten of the 
cities which were visited, and (5) personal interviews with 
successful and unsuccessful candidates for teaching positions 
in seven of these cities. 
In his summary, the author believes tha t t he supe rintendent 
of schools should be held responsible fo r organizing and 
ijJohn Coulbourn, Selection of Te achers in La r ge City School 
Sys tems, Columbll:a University Contributions to Education, 
Numbe r 740, Bureau of Publications, Te acher s College, 
Colmnbia University, New York, 1938. 
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administering the program of teacher selection. In connection 
with this work Ivrr. Coulbourn sugg estions that recruitment of 
te a chers should b e active with the selection staff going after 
worthwhile candidates and not just sitt ing back and waiting 
for teach ers to make applicat ion . The summary also 
recorn.rnends tha t the applicant should be observed in an a ctual 
teach i ng situation and before appointment might undergo a 
physical examination. 
Mu ch space was devoted to the use of wr itten examina tions 
as an aid to teacher selection. The author , p erhaps influenced 
b y t h e number of cities oposed to such examinat ions (les s than 
40 per cent of the 37 cities studied used written examinations 
a t this time), pre sents several reasons why this factor was 
not more popular with school admi nistrators. Mr. Coulbourn 
believes that the examinations might be replaced by; (1) 
better understanding and cooperation b etween teacher-training 
institutions and selecting a gencies, and (2) proper 
certification and be tter practice te a ching standards. 
The text should prove worthwhile for administrators in 
the l arger s choo l s y stems. However, superintend en t s and 
pr i nc i p a ls in both larg e and small systems should be careful 
to adapt Mr. Coul bourn 1 s recommendations to their individual 
situations. 
Sign ificant recom~enda tions: 
1. Active program s to get applica tions from well 
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qualified teachers. 
2. Physical and mental examinations before appointment 
of new teachers. 
3. Establishment of minimum standards for teachers by 
school board. 
4. The s uperintendent should investi gate and recommend 
and the school board appoint new t eachers, with 
appointments being made on the basis of merit. 
5. Use of probationary teaching period before permanent 
appointment. 
6. Recruiting students for teacher training. 
1/ 
The Teacher Lo oks at Personnel Administration7--This 
bulletin is based upon a questionnaire designed to ascertain 
the teachers' points of view on a number of controversial 
issues in pe rsonnel administration. The findings o f the study 
serve as a reminder that teacher opinion is an essential part 
of educ~tional planning . 
Figures presented j_n this bulletin a re from the replies 
of 5, 931 teachers in both urban and rural school s ystems . 
The urban teachers returned 55 per cent of the questionnaires 
sent to them while only 17 per cent of the rural te a chers 
replied to the researchers. Of the 5,931 replies, 764 were 
filled out by rural teachers (serving systems in areas of 
1/Nationai Education Association, Th~_Teacher Eooks at 
Personnel Administration, Research Bulletin, Volume XXIII, 
Nu.rnber 4, December -1945 .. 
2,500 popula tion or less). Thus it would seem that the 
finding s might be strongly influenced by the vast majority 
of city school teachers. 
The opinions expressed in the survey by the teachers 
should be studied by administrators because they g ive a 
p icture of teacher opinions. However, caution is advisable 
in maldng any major policy changes as the questionnair~ was 
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sent out during a war year (1944) and this factor undoubtedly 
influenced some repli~s. 
Significant comment: 
"What the te c:;cher thinks a bout the administrative 
pol icies that affect the teacher's own conditions of 
employment is important to the teacher, to the community, 
and to the ch ildren taught. 11 y . 
y 
Problems of the Teaching Profession.--In order to have 
the best teaching staff possible the authors recommend greater 
emphasis upon the solicitation of applications from prospective 
teachers. This is described as a necessary measure t o 
supp lement the usual methods of teacher procurement. Keeping 
in close touch with schools of education and teachers colleges 
will b e helpft1l in getting the best of the recent graduates. 
The avthors also recommend the appointment of teachers' 
committees to aid the superintendent in selecting new teachers. 
These groups would aid in the preparation of tests, drawing 
YThe Teacne:r-L:ooks at Personnel Adrn.ini ~.~_r.~t.i~, op. cit. p . 4. 
g!John ,A . Almack and Albert R. Lan g , Problems _ of the Teaching 
Profession, Hou ghton Mifflin Company, New York, 1925, 
Chapter III, Pp. 38-58. . 
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up standards for appointment, and even discuss the credentials 
of the applicant ~ 
An interesting inclusion in this text is a discussion of 
letters of app lication. Citing figures taken from a survey 
of these letters the auth ors state that a large majority of 
job..:hpnters are guilty of numerous errors. These mistakes in 
app lications range from mis -spelling, in a small percentag e 
of cases, to improper form in a pproximately seventy-five per 
cent of the letters checked. 
Anothe r type of letter to guard aginst is the so-called 
open letter of reference ("To Whom It May Concern"). To 
offer a reco~~endation of this type will imperil one's chances 
for appointment and will not enhance the standing of the writer 
of such a note. 
The policy of having the superintendent, or one of his 
assistants, solely responsibile for recommendations of new 
tee.chers to the school board is presented in detail. Although 
this is sotmd advice, to avoid influence of unqualified 
persons , it appears contrary to other sugg estions of t he 
writers. ~or example, the comments made in re gard to a 
tee.cher s 1 ccimmi tt ee, ttrecei ving and studying credentials of 
applicants." However, other material presented in the chapter, 
especially the review of applicants' letters, makes the text 
worth reading, within certa in limitations. 
Significant reco~~endations: 
1. Appoint~ent of teacher selection committee to assist 
24 
superintendent in selection of teachers. 
2. Duty of board of education to review superintendent's 
findin g s in regard to applicants and make appointments 
on basis of merit only. 
3. Duty of superintendent to make final selection of 
teacher and recommend his app ointment to school 
board. 
4. Encoura g e app lications from worthwhile te a chers. 
. y 
Administering the Teaching Personnel . --Vvi th the aid of 
figures taken from Deffenbaugh and Zei gel'~ Selection and y 
Appointment of Teacher~, Mr. Cooke emphasizes the need for 
proper teacher selection. In 1931, from four to twenty-
eight per cent of the teachers in high schools throughout the 
country were serving their first year in their present position. 
Schools in the largest cities had the smallest p e r cent of new 
teachers while systems serving populations of 2,500 o r less 
had the highe st per cent of their staff newly appointed. 
The author gives s eyeral reasons for the wide rang e in 
the above fi gures. He believes that the primary fact o r is 
the paying of higher salaries in the avera ge city school. 
Thus the wealthier and more heavily populated areas have 
outbid the rura l sections in the search for the best te a chers. 
YDennis H. Cooke, Administering the Teaching Personnel, 
Benjamin H. Sanborn and Co., Boston, 1939, Pp. 26-118. 
g( Op. cit., p. 8 
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Many small systems have included very strict rules in 
their teacher c ontrac ts. There are some school boards that 
refuse to hire otherwise we ll qualified applicants because 
they smoke. One tovm in the eastern section of North Carolina, 
a t one time, mentioned in the contract of each woman teacher 
a clause stating that the teacher would be dismissed if she 
made the mistake of falling in love while in the town's employ. 
These instances are but a small sample of some of the 
antiquated policies that force well-trained teachers to seek 
employment in more progressive areas. 
Mr. Cooke suggests that, while adopting high er salary 
scales and improving conditions facing new teachers will help 
the rural school systems to compete with the larger cities, 
it is only a partial solution to the p roblem. He recommends 
the use of an fn t erne ship period for new and inexp erienced 
teachers. This plan might be similar to the practice of 
g iving doctors of medicine practical experience while allow-
ing for continued study, on a part time basis. The new 
teacher would work under the direction of a master teacher. 
The practice of using new and inexperienced men and women as 
suhstitute teachers for the first year has b een an approach 
to such a plan. 
Although the author is nO>t the first to suggest this plan 
of te acher interneship he has come up with some excellent 
materia l upon st1.ch pra ctice and this chapter, as a result, 
is therefore well worth reading. 
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In anot h er chapter Mr. Cooke presents sample check lists 
and rating scales designed for better evaluation of the teacher 
in service. These, in the opinion of the author, would assist 
in measurement of the teacher's c ontributions to the school 
and form a basis fo r salary and tenu re considerations. 
Significant contributions: 
1. Proposal to have new teachers serve an interneship 
period. 
2. Listing of functions of boards of educ ation and 
superint endents in teacher selection work . 
3. Methods of locating best type of teachers. 
4. Check lists and rating scales to measure teacher's 
contributions and professional g rowth. 
5. Superintendent's duty to investigate and, if found 
worthy, to recommend applicant to school committee 
for ap pointment. Board of education should lirnit 
itself to checking superintendent's findin g s and to 
make appointments to faculty· .. 
y 
Studying the Te acher Factors in Pupil Growth.--This 
chapter of the text presents an evaluat i on of teache r 
measuring devices. Such aids, while not a direct f actor in 
te a cher selection, a re indirectly of great importance in 
y A. s. Barr, William H. Burton, E..eo J. Brueckner, "Studying 
the Te a cher Factors in Pupil Growth," Supervision, Appleton-
Century-Craft Inc., New York, 1948, Pp. 322-386. 
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locating and rating prospective teachers. 
The authors stress the i mportance of the te a cher in the 
y' 
te a ching-learning situation . As Prescott obs erved ; 11The 
teacher is the ultimate a g ent of edu cation." Thus it vvould 
be difficult to overestimat e the teacher's importance in this 
matter. 
With this in mind Mr. Barr, writer of Chapter VIII., 
pres ents a number of factors to be considered in securing 
teachers capable of providing situations most helpful to 
proper classroom learning procedures. 
The presentation of s everal different t ypes of teacher 
rating scales and score cgrds should be of value to supervisors 
and principals when setting up standards to be fol lowed in 
staff selection. 
Significant findin g s: 
1. Methods of evaluating teacher contribution to the 
school. 
2. Lists of tests that measure qualities commonly 
associated with teaching success: as; personality, 
aptitude, attitude, profes sional information, and 
teaching efficiency. 
17Daniel A. Prescott, "The Training of Teachers," Rut gers 
University Bulletin, Series I X, Number 8, (New Brunswick, 
N. J., Rut gers University, 1933), p. 5 
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City Teachers: y Their Preparati6n~ Salaries~ and 
Experience.--This bulletin was prepared to give an insi ght 
into i n~ortant factors related to thr city school administrator's 
work in the personnel field. The text is a thorough study of 
U I school systems throughout the nited States serving populations 
of 2~500 or more. Since many proble~s facin g the administra tors 
in larger school systems are a lso co~~on to principals and 
superintendents in smaller systems, the bulletin can be 
interpreted as dealing with many of the problems within the 
I 
scope of all teacher selection officials. 
Of the te achers employed by city schools in 1938-19 39~ 
60 per cent had four or more years of training beyond the 
level of b.igh school. Only 40 p er cent of rural ( areas of 
less than 2,500 population) teachers employed in 1937-1938 
had an e qua l education. This higher
1
percentage in favor of 
city systems indicates the success t~ey have ha d in the 
competition for the best prepared t eachers. 
I 
Salaries were low in these pre-war years, as is s h own by 
I 
a mean s a lary of only $1, 903 .00 for these 399,740 city 
teachers. Despite such low pay the ~verage in service for 
the teachers was 14 y ears. 
served less than four years. 
Only 10 per cent of the total had 
I 
Twen ty-five per cent had served , from 4 to 11 years~ 
yNational Educ.ation Association, Research Bulletin, ttcity 
Teachers: Their Preparation, Salaries, and Experience,n 
Volume XVIII., Nwabers 1, 2, and 3, J anuary 1940. 
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30 pe r cent had served from 12 to 19 ye ars~ and 35 per cen t 
had served 20 or more years in t h eir present pos ition. These 
f i gures s how the success city schools have had in k eep ing 
experienced teachers in their schools. 
Th is bul l etin~ though now ten y e a rs old, should pro ve 
highly i n struct ive for sch ool officials and others in 
fo r mula ting policies in regard to the t eaching personnel. 
The text should be he l pful re gardless of the size of the 
s chool system. 
Si~1ificant recomrnendat ions: 
A. In r e gard to s a l ary schedules; 
1. Full professional statuis for elementary 
teaching provided there is equal prepara tion. 
2. Encouraging te achers to continue their 
professiona l g rowth. 
B. Education in gen e ral; 
1. Schools of educ a tion should recruit better 
student s through a prog r am of more selective 
admission to the teaching profession. 
2. A more enriched curriculum for prospective 
tea chers. 
3. Local school administration adapted t o t he 
needs of profe ssional teachers . 
4. Bette r social and economi c r ecognition of 
teaching . 
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5. Inc reased participation, b y teachers, in comn1~mity 
activities. 
' y 
Factors in the Selection of Te~chers.--The purpose of 
this article was to present the mor~ important factors to be 
I 
considered when evaluating applicants' qualifications for 
te a ching positions. The authors made a list of 10 different 
items to be checked. 
Included in these recommendations were: training , 
physical fitness, experience, personal appearance, and 
subject-matter knowledge, all of which are mentioned in 
many articles of this type. However, it is interesting to 
note some of the less familiar characteri s tics and their 
expl ana tions. 
Number on e in this latter group mi ght well be 11 professional 
information." This is interp reted as a knowledg e and under-
standing of influences affecting profess iona l educ a tion and 
an ~mderstanding of child development. Also mentioned was 
professiona l interest, for example; the app licant's attitude 
toward the profession, interest in c~ildren, and enthusiasm 
for teaching. 
The article did not mention any of the tools to be used 
i.n considering the 10 items. It mi t:,ht be assnmed that they 
1}Nat:i.onal C~mmlt tee on_ Teacher Exemina tions, American Counc~l 
on Educat ion,---rrpactors in the Selection of Teachers," Bulle t~n 
Number 4, Pag e 3, (April 10, 1947) 
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infer use of written examinations, observations in the class-
room, and personal appearance before the supe rintendent or 
other hiring official. 
The committee made no attempt to exp lain their chcice 
of factors but the list itself proves hiehly informative 
in teacher selection work. 
Summary of recommendations: 
1. Professional interest, includ i n g enthusiasm for 
teaching. 
2. Ability to maintain a good :w-orking environment. 
3. Knowledge of principles and methods of education • 
4. strong cultural background. 
5. Ad e quate stamina for position • 
.v 
Selecting Teachers . - - This chapter presents one cf the 
most objective studies to be found in t h e literatur e of 
teacher selection and alsQ notes the powerful influence that 
state certification laws and teacher-training institutions 
have upon local school administration. This influence by 
outside groups, in so me areas, is so g reat that it can govern 
the assignment of the teacher's program cf work. Such a 
degree of control, however, is not necessarily harmful and if 
1/Leonard v. Koos, James M. Hughes, Percival W. Huston, William 
C. Reavis, "Selecting Teachers," Administering the Secondarv 
School, American Book Comp any, New York, Pp. 327-375, 1940 
properly a pplied can prove benefic ia~ for schools, teachers, 
and most important of a ll, the pupil ~s. 
Another interesting section of the chapter is the 
recommendation that a fifth year of ~eacher training be 
incorporated with an interneship period similar to that now 
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reau ired of doctors of medic ine. This training mi ght include 
some of the better practices used in pre-Fascist Germany, as y 
reported by Crane. Present day practice teaching p ro g rams 
are s omewhat similar to such interneship periods. 
As to employing married women teachers, desp ite a current 
trend showing preference for hiring single ·women, the writers y - .. 
present the findings of several prominent surveys conducted 
to study this question. Married women teachers having equal 
tra ining and experience with compared with single women 
teachers and all the results showed that the married women 
we!'e equally efficient and in some cases ranked ahead of the 
unmarried teachers. The authors state: 
"The economic situation of a comparative over-
~upply of teachers is probably basic to most of the 
opinion that marriage should disqualify a woman for 
}]Es ther Crane, "The Training of Secondary School Teachers in 
Russia- Some Impressions," School Review, XLII, March 1934, 
Pp . 177-187. 
g/David W. Peters, 11 The S~atu s of· the Married Woman Teacher, 11 
Chapter II, Teachers Coililege, Contributions to Education, 
Number 603, Columbia University, New York, 1934 • 
.,S!Arnerican Educ a tional Di ges;' "Employing Married Women in the 
Schools, Volume XEVI, Page , October, 1926. 
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.v 
pursuit of this calling." 
The material in this text given t o selection and 
retention of teachers is worthwhile reading for officials 
concerned with teacher personnel problems. 
Si gnificant findings: 
1. The great influence of state certif ication laws 
and teacher- training institutions upon local 
school administrations. 
2. Period of interneship f or b'eg inning teachers. 
3. An oversupp ly of teachers has great bearing upon 
the question of hiring married women teacher's. 
§/ 
Qualities of' a Good '11eacher. --This article presents a 
list of 10 qualities looked for in te a chers. It was drawn 
up at the Na tional Conference on the Education of Teachers, 
he.ld during the summer of 1948 in Bowling Green, Ohio. 
The qualit ies listed include some that are frequently 
men tioned by writers discus sing proper teacher selection. 
Several considerations presented here, while worthwhile, 
have been overlooked by many writers. These include: 
1. Tha t a teacb.er should understand the importance 
of developing world citizenship and human 
relationships, and 
!(L. V. Koos, op. cit., p. 347. 
2/National Committ'ee on Teacher Examinations, American Council 
of Education, " Qualities of a Good Teacher," Bulletin Numb er 10, 
Page 2, (December 30, 1948). 
2. That he possesses the ability to think critically 
3. 
and objectively, while 
Also being capable of keeping up to date wi th, and 
participating in, professional affairs. 
Periodical Articles on Teacher Selection 
11 
The Certification of Teachers.--This article stresses 
/ 
/ 
/ 
the impor tanc e of statutory provisions concernin g certification 
of teachers throughout the country. Hundreds of institutions 
of higher learning , every teacher, and ultimate l y every child 
enrolled in the public schools of this nation, are directly 
or indirectly affected by these laws. 
Properly administered certification can assist sch ool 
s ystems in t he ir efforts to obtain applicants of the hi ghest 
. gj 
type for teaching positions. As Brodie put it; 
"Certification should be utilized as a means for · 
improving classroom instruction; it should provide 
for professional improvement of te a chers; and it 
should stand primarily on a foundation of p rofessiona l 
education." 
The authors found that there is a trend toward 
centralization of the certificating authority. In mor e than 
h alf of the states the power to issue or to exercise complete 
~F'red Becker and T. B. Ezell, "The Certification of Teachers," 
T e Am erican School Board Journal, Volume 121, Number 2, 
August 1950, Pp. 19-21. 
g/E. C. Brodie, " A Study of Teacher Certifica tion in Texas," 
Doctor's Dissertation, New York University, 1935, P. 74. 
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control over the issuance of certificates is vested in a 
central agency. Massachusetts alone grants full powers of 
certification to local town con~ittees. 
School board members and superintendents will find this 
article of assistance when considering applicants for teaching 
positions~ The authors' findings might be considered when 
setting up the curriculum in teacher training institutions. 
Important findin gs: 
1. Statutory control over tea~her certification is 
thorough and extensive in a1ll but six of the 
48 states. 
2. There is a trend t oward centralization of the 
certificating authority. 
y 
How We Select Our Teachers.--Although this article was 
written over ten years ago Mr. Clettenbur y , then superintendent 
of schools in Palatine, Illinois 1 has some noteworthy and 
well defined criteria for teacher selection. He sought an 
objective professional evaluation and not what popular 
opinion dictated. 
Mr. Clettenbury kept a folder of previous applicants 
(for preceding two ;years) and used these along with a check 
of one half dozen outside sources such as teachers' colle ges, 
normal schools 1 and professional agencies. From each of 
Y J. E. C1ettenbury ~ "How We Select Our Teachers 1 " Nation's 
Schools, 26:4-9-50, December 1940. 
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t he se he chose the two most outstanding app licants. Next he 
tried to find the ones best able to meet; (1) nature of 
commun ity served by the school, ( 2 ) major educational aims 
of the school administration, (3) p articular peculiarity of 
the posit ion to be filled. After this came personal 
intel"'Views with the best of these applicants to j ud ge the 
speech, social intelligence, poise, and personal attitudes 
of the prospective teacher in an atmosphere where t h e p erson 
was mad e to feel at ease - preferably i n the town where he 
was then teaching. 
The comments of the author should h elp selecting officials, 
especially since they are adaptable to all schools systems 
regardless of size. 
Significant contributions: 
1. Superintendents should consider only those applicants 
who can best meet the standards and requirements of 
the individual position to be fi ll ed. 
2. Personal visit, by superintendent or his assistant, 
to observe a pplicant in classroom situation. 
3. Investi gate school before turning dovm candidate 
because of an unrenewed contract. 
y' 
Exams or Credentials in Hiring Classroom Tes.chers.--A 
ra ther outspoken criticism of national standardized 
ijAlber t Lindsay Rowland, " Exams or Credentials in Hiring 
Cla ssroom Teach ers,n Nation's Schools, 27 :53-54, January 1 941 . 
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, examinations foT' teachers. It is ass1J.med the National Teacher 
Examinations, first sponsored by the American Council of 
Education during the period 1940-1949, are in this g roup 
although no specific reference is made. 
Mr . Rowland relates how, in his opinion, such nationally 
standardized tests have certain shortcomings. The author 
maintains; (1) the examinations make s c hools for teachers 
merely answering the needs of the examinations and the 
success of these institutions is measured by how many pas s 
the examination, (2) all 11 spontaneity and ori g inality 11 will 
disappear, (3) student's only objective will be to pass the 
examinations, (4) examinations are apt to be sole, or at 
least leading criterion in the selection of teacher personnel. 
Such examinations, according to Mr . Rowl and, i gnore 
unequal abilities of states to support education, cultural 
levels of different parts of the country, individuality of 
teacher educational institutions, personal and s pir itual 
contributions of certain inspiring leaders. 
Proper l y constructed and interpreted examina tions should 
do much t o overcome Mr . Rowland's objections and criticisms. 
It must also be understood that the examinations are but one 
factor in proper teacher selection. 
Recent Trends in Teacher Selection~-This articl e is 
ijClTfford p;-Archer, "Recent Trends in Teacher Selection, 11 
Schools and Society, Pp. 769 and 770, June 17, 1939. 
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written con cern ing the selection of students for t ea ch er-
t r s.ining institutions. mr. Archei' recom..mends that p roper 
selection of candidat e s should ~over a long er pe riod of years 
t han are employed at present. Thu s a prospective teacher 
mi ght be singled out for s peci a l work i n his e arly high s choo l 
years r a t h e r t h 8.n waitin g unt il he becomes a s en ior i n h i gh 
school . 
Th e s.uthor re cognizes t ha t n o one single f acto r will 
pred ict te achinG success but believes t hat careful u se of 
cummula tiv e records will be of great assistan ce in selecting 
p rospective te achers. 
Sign i f icant r ecommendations: 
l. Bett er s election of pros pective t e acher s by te s. ch er-
tr s. ining institutions. 
2 . Gen eral princip l e s f or r a ting pers onality of 
prospective te achers. 
a rticle des.ls with s. proposed plan and n o t a s etup t ha t is in 
use. The auuhor presents his i deas of a truly democra tic 
te a che r s electi on . comrni ttee. 
Th e pl an is dependent, in good part, upon t he lik es and 
d islikes of the student body (each pupil makes out an annu al 
list which is compiled and the results a :ee g i v en to the 
te acher selection committee). The tes.cher selection co:mmittee 
1/Howard w. Hi g::htower, "Here 1 s a Democratic Method for 
Selecting Teachers," Nation's Schools , 37:25, April 1946. 
is composed of the schoo l principal, the department head 
(department seeking new member of staff), and two teachers 
elected by the g eneral faculty. 
The teacher selection co~nittee first ch ecks all 
app lications immediately eliminating the poor ones. Th en 
the top eight applications are studied by all the teache r s 
at a general teache rs' mee ting and the top four of these 
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(as selected by teachers) go back to t.he selection committee. 
Thi s g roup in turn recommends the two best qualified to the 
superintendent and he makes one recommendation to the board 
of education. 
It is understood that the superintendent will not 
recommend anyone not first appl"oved by the selection 
committee and the board of educ a tion will not hire anyone 
who is not first recommended by the superintendent. 
This method is also partly designed to provide teachers 
that wi ll best fit in with the pres ent staff and therefore 
g ives the staff an opportunity to set up the criteria for 
filling the vacancy. Such a plan might easily h a ve harmful 
implications as well as g ood points. The question of the 
students being mature enough for the presentation _of' their 
likes and dislikes to be a worthwhile basis for teacher 
selection is questionable. 
Significant contribution~ 
l. Proposed plan for teacher and pupil participation 
in teacher selection. 
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Six Points t.S' Con side_!' in Selecting Teachers. --A 
discuss ion of six f actors b y WLich candidates for teaching 
are selected. Mr . Sumption believes t ha t minimum standards 
should be s c; t up for each of t.hese. An app licant failin g 
one or more factors should be dropp ed from consideration. 
The first consideration is personality, a comb ina tion 
of interrelated characteristics. These can be of varying 
streng ths provided the total wi ll g ive desired balance; for 
example, although a person may be very strong - wi lled this may 
be tempered to a desirable point b y other qualities. 
Secondly, the applicant's e ducation, forma l and informal 
(travel and reading) should be investiga ted thoroughl y . 
Mr. Sumption recom111ends the Ma ster of Educ2tion Degree for 
city sch ools with this de gree being earned at an institution 
other than t h e one where the applicant earned his Bachelors 
Degree . 
Th e candidate's experience is listed in t h ird place. 
Past pe rformance is often a measure of future success. The 
author re commends a personal visit to t he applicant's present 
school to observe his classroom work. 
Fourth, is a careful check on the candidate's physical 
and mental health, including a phy sical examination. A 
1nental examinati.on should be taken if there is any question 
1/r~r . R. Sumption, "Six Points to Consider in Selecting 
Teachers," Nation's ScJ:lools, 33:41-42, June .1944. 
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in the mind of the .prospect ive employer. 
Arre is the fifth consideration. This is deemed important 
,_; 
because youn ger teachers, although not as experienced, have 
been in more recent contact with changes in the field of 
educ a tion than some of the older a pplicants. 
Lastly, in sixth p lace, are writ ten and oral examinations. 
These should not be the sole determinant of an individual's 
te a ching ability and care should be taken to avoid ex aminations 
of a local nature. It is here that Ivir. Sumption reconm1end s 
the National Teacher Examinations. 
This article i s one of the b est on the subject of teacher 
selection written in recent years, due partly to the writ0r 1 S 
keen analysis of the problem and his presentation of the 
fore g oing major factors in this work. 
~..-----~ 
Significant factors in teacher selection work: /---
1. Persona lity; a total of interrelated characteristics. 
2. Educ a tion; both formal and informal. 
\ 
/ 
3. Experience; of i mportance when acquired under proper / 
conditions. / 
4. Check on physical and mental health. 
5. Age; despite inexperience hiring younger teachers 
may prove advantageous. 
6. Wel l prepared written and oral examinations that 
test especially for position to be filled. 
CHAPTER III 
SUMl\fiARY AND RECOMIV:ENDATION 
Summary 
A summa r•;y of the material in this paper is presented in 
the form of a check list. The selection of practices listed 
on the followin g pages was based upon the frequency of their 
appearance in the literature on teacher p ersonnel policies. 
The Check Li st 
Efforts made to retain best teachers.--
.) 1. Salaries should be at least equal to salaries paid 
to sirnila.rly qualified teachers of this state. 
2. Increments are equal to increments offered by 
comparable systems. 
( ) 3. Necessary cost of living raises are granted. 
) 4. Leaves of absence are granted for teachers' further 
study, travel_, or to otherwise improve themselves. 
) 5. Pay allowances are g ranted for leaves of absence. 
( ) 6. Increases in salary are granted for dependents, 
coaching of athletics, and for taking professional 
courses. 
( ) 7. 
( ) 8. 
Special he lp is g iven all newly appointed teachers. 
Teacher load is not greater than teach er load in 
comparab le schools in the state • 
..;.42-
43 
{ ) 9. Teachers in service are evaluated by means of carefully 
constructed rating scales and the results are used as 
as factor in promotion consideration. 
( ) 10. The administration is truly democratic. 
) 11. Teachers' contracts include no undersirable or i llegal 
clauses. 
) 12. 
) 13. 
) 14. 
15. 
) 16. 
17. 
A well planned and thoroughly satisfactory tenure 
plan is in effect. 
Tea chers are assisted by an excellent and properly 
carried out supervisory program. 
The faculty takes an active part in planning the 
curriculum. 
Teachers are consulted in policy making . 
A satisfactory teachers' retirement p lan is in use. 
Political pressure hns no influence upon school 
employees. 
( ) 18. Ample supplies and equipment are willingly provided 
for all teachers . 
( ) 
) 
) 
) 
( ) 
) 
) 
( ) 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
26. 
Teachers are allowed to select texts for their 
individual courses. 
Adequate duplicating service j_s provided. 
The principal and superintendent g ive full consideration 
~o teachers' suggestions and complaints. 
Custodian services are such tha t te achers need not 
be called upon for such work. 
Ass i stance is g iven new teachers seeking local 
residences. 
Teachers are not obliga ted to attend all school 
functions. 
An honest effort is mad e to maintain a high social 
status for teachers in the co1mnuni ty. 
Teachers ' contributions to the school are acknowledged. 
( 
( 
27. 
28. 
) 29 .. 
) 30. 
) 31. 
) 32 .. 
' 33 . )
) 34. 
) 35. 
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Inefficient teachers are g iven special consideration 
and dismi ssed only af ter all help has b een exhausted. 
Teachers, facing dismissal, race i ve notice suf'ficien tly 
early to find new positions for coming year . 
The school system gives promotions on a basis of meri t. 
Requirements and regulations set up by state department 
of education are strictly adhered to. 
The scho ol has a well p lanned visual aids pro gram. 
Teachers receive full cooperation in the plannin~ of 
field trips. 
Faculty mee ting s are well planned and serve a s an aid 
to the teachers. 
Disciplinary action is carried through by school's 
administrators. 
Administration stands behind teachers, provided 
teachers are correct in their viewpoints. 
) 36. Partiality is not shown to individual teachers or 
groups of teachers. 
) 37. 
38. 
( ) 39. 
( ) 40. 
Locat ion of new teachers.--
} 1. Eligibility lists are kept and u sed as a major factor 
in teacher selection. 
) 2. Individual applications are kept on file for at least 
a two year period. 
( ) 3. The superi ntendent and other p ersons responsible for 
locating applicants have had sufficient training for 
t h is particular duty. 
/ 
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) 4. Officials investiga ting app licants have ample time 
and finances for carrying out this work. 
) 5. Placement bureaus of teacher-training institutions, 
colle g es, and state teacher agencies are consulted 
before applica tions a re sought from commercial 
teachers' agencies. 
) 6. The school system encoura ges applicati ons even 
t h ough t her e may be no vacancies at present. 
( ) 7. Preference is not shown for certain app lic ants 
because of sex, marital status, color, creed, or 
p lace of residence. 
8. Recommendations ar e carefully checked b·;y investigating 
official. 
) 9. The administration doe s n ot employ unethi cal methods 
in procur ing teachers' appl ic a tions. 
( ) 10. Definite r e quirements f or position to be filled are 
set up and v.s ed as a gu. ide in selecting th e new 
teacher. 
) 11. A genuine effort is made to secure the best available 
te a cher f or the position. 
) 1 2 . 
) 13. 
( ) 14. 
15. 
Elig ibility for tea~hing po~~~Jon s . --
) l. Applicants for teaching positions need at least four 
years of trainin~ be yond h i gh school. 
( 2. Succes sful candidates have had special preparation 
in subjects they are to teach. 
( ) 3. Loc a l candidates ge t no special preference due to 
place of' residence. 
( ) 4. Care is taken to sele ct successful candidates that 
ere not all graduates of the same teacher-training 
in st i t'Llt i.on . 
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) 5. Inexperienced teachers, if otherwise well qualifled, 
are elig ible f or appointment. 
6. Ph:.Tsical examina tions are required before candidate 
can be appointed to f aculty. 
) 7. If there is any quest ion in regard to app licant's 
emotional stability, a mental examination is requ ired . 
( ) 8. Th e superintendent and h is staff investiga te and 
nominate candidates for t e a~hing positions. The 
board of education checks these nomin a tions and 
makes fina l ap po i ntments • 
) 
) 
) 
( ) 
( ) 
( ) 
) 
. , ' 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
Written examinations are taken by all successful 
candidates before appointment. 
r al examinations are taken by all successful 
candidates before appointment. 
An investiga tion is made to find out why teGcher 
left previous posi tions. 
Use of CbBck List 
Adaptation.--It is recognized t hat all schools have 
d ifferent problems to be dealt with in teacher selection work . 
Therefore certain inclusions in the check list will heed 
special interpretaion to best meet the needs of an individual 
school. To fac l lit a te this, s pace has been provided at the 
end of e ach se ction of t he check list, f or the inclusion of 
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other practices which must be considered. 
Methods of Use 
Checking i terns .. --To set up a nwnerical scor·e to be used 
with this check list it would be necessary to allocate 
different weights for the various items. It is apparent 
that certain practices will have varying amounts of importance, 
accordingly the establishment of a· definite point system for 
eVa luation and comparison of results would be a futile task. 
The method that might prove helpful in locating 
streng ths and weaknesses in the local situation would be to 
put a check mark bes ide the practice observed by the school. 
A zero might be used to show the item was not applicable . 
Bl anks would indicate the practice is not observed. 
Division of Check List 
Efforts made to retain teachers. --In order· to J.e ssen the 
amount of time and effort necessar;y for the selection of 
teachers many vvri ters emphasize the need to retai.n the more 
desirable members of the present faculty. With this in mind, 
the first section of the check list is concerned with the 
retaining of those teachers contributing satisfactorily ~o 
the betterment of the pupils and the community in e eneral. 
An administrator mi ght conceivably be able to answer 
yes to all quest ions in this section of the check list. 
Nevertheless, he must still be on the alert for superior 
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typ e rep lacements due to los s o-f teachers c aused b y marria ge, 
demands of war, and illness or death. 
r.~ocat ion of new teachers. --The second part of the check 
list is more demanding of the superintendent's time than the 
first section, which becomes almost rout ine if given adequate 
consid eration. 
Many factors will influence the policies rel a ting t o 
the loca tion of applicants and these policies vary with the 
conditions of t h e individual school and the community which 
it serves. Taking into consideration all of these influences 
would ma k e too leng thy and unwie1dy an · instrument even if all 
these fa c tors were app a r ent. The practices covered in this 
section are desi gned to be useful, with slight revision, for 
local situations. 
Eligi?~l~ty for teach~ns positions.--Nany s chools now 
set standards with clearly defined minimu..m l'equirements for 
ascertaining teachers ' eligibility and a larg e number of 
these institutions adhere reli g iously to these guides. But, 
since no two schools even in the same locality have identical 
needs, no absolute set of standards can be established to 
serve a ll s chool systems, regardless of their locations. 
Once again the wealth of the i ndividual community comes 
up as a strong influence. Wealthier areas can skim off th~ 
most desirable applicants a l mo st by hi gh salary enticements 
alone. Meanwhile the poorer urban and rural areas must lower 
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their standards to a po 5.n t where even unqualified individual s 
are appointed to teaching staffs. 
The items listed in this third section are based upon 
the desire for better teachers in all co~nunities re gardless 
of circumstances of a distinct l y local nature. 
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